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Abstract 
Background: The Norwegian Armed Forces is a part of the public management sector in Norway. As an organization and a 
community institution the Norwegian Armed Forces is responsible for governing large financial, material and human resources. 
Purpose of Study: To discuss efficiency promoting and efficiency restraining factors in the Norwegian Armed Forces. Sources of 
Evidence: We have chosen to discuss various efficiency promoting and restraining factors related to four parts of the Norwegian 
Armed Forces tasks, structure and resource assets. These four parts are the new model of governance, the budgeting and 
accounting process, the procurement policies, and the salary and career policy. Main Argument: By rationalizing these four parts 
the Norwegian Armed Forces follow the developments that are taking place within other public sectors in Norway. With the 
introduction of the model of governance an important step is taken in the direction of adaption to the market, although this 
market may be seen as a quasi-market. Conclusions: The model of governance is efficiency promoting, but has a long way to go 
before it functions optimally. More efficiency promoting measures have been implemented in terms of the budget and accounting 
process. This has led to an increased insight into the ongoing processes and an increased degree of control. The implementation 
of a new procurement system is the most efficiency promoting factor in order to improve all aspects of the Norwegian Armed 
Forces procurements. However, the salary and career policy is perceived as too complicated and poorly communicated. 
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1. Introduction 
The Norwegian Armed Forces (NAF) is a part of the public sector in Norway. As an organization and a 
community institution the NAF is responsible for large financial, material and human resources 
(Forsvarsdepartementet, 2004a). An effective governance, development and management of these resources, so that 
the NAF reaches its overriding political objectives established by the Norwegian parliament, are a demanding task. 
To achieve a goal-directed governance of the NAF, it will be important to clarify the NAFs goals 
(Forsvarsdepartementet/Forsvarets Overkommando, 1992). The modern NAF is under the auspices of being a public 
sector characterized by increasing complexity, new missions and constant reorganizations. This places great 
demands on both good management and an efficient use of the allocated resources. The overarching concept of the 
NAF should therefore have an explanatory, guiding and focusing effect (St.prp.nr. 42, 2003-2004). An important 
point here is thus to define what factors are considered to be efficiency promoting or efficiency restraining such that 
the Norwegian military achieves the desired balance between the given tasks, structure and resource access. 
We have chosen in this paper to discuss various efficiency-enhancing and inhibitory factors related to parts of the 
Norwegian military tasks, structure and resource access. These parts are respectively the NAFs governance, 
budgeting and accounting process, its procurement policies, and its salary and career policy. To discuss these four 
different parts of the Armed Forces, we will first define the key concepts that we'll use later in the paper. 
Furthermore we will look at each of the four different public sections and discuss various matters that may be 
efficiency enhancing or efficiency inhibiting. We will then conclude with what we have found to be important at the 
end of this paper. 
1.1. Definitions 
We choose to define the NAF as consisting of the Norwegian Ministry of Defence as part of the defense sector 
and the parts belonging to the NAFs military organization (FMO). FMO means the organizational units that are 
subject to the Norwegian Chief of Defence and may include other units than the regular military units (Forsvarets 
logistikkorganisasjon, 2003). The term effective can be defined in many different ways. A basic definition of 
effective is the following Busch, Johnson, and Vanebo (2002): Efficiency equals value divided on resource usage. A 
further operationalization of the concept of efficiency is the following: "Efficiency is the overriding criterion for 
good governance, and it is about the extent to which the achievement of the sectors objectives are relative to the 
resources used" (SSØ, 2006, p. 22, our translation). We consider that these definitions of effectiveness are well 
adapted in order to discuss various efficiency-enhancing and inhibitory factors related to the NAFs governance 
model, budgeting and accounting process, procurement policy, and salary and career policy. With politics we mean 
the activity which is to control or guide the development of society. A process is defined as a stream, a development 
or a natural development through several stages. 
With efficiency enhancing factors, we understand this as different measures, solutions, and other factors that 
contribute to increasing the efficiency of the NAF. With efficiency inhibitory factors we understand on the other 
hand this as different measures, solutions, and other factors that contribute to lessen the effectiveness of the NAF.  
2. The NAFs governance model 
In 1992 a new governance concept was introduced in the NAF. This governance concept was presented to the 
Norwegian parliament in the report nr. 16 in 1992 (St.meld. nr. 16, 1992-1993) and consisted of a governance model 
and four guiding principles which mainly deals with responsibility and authority (Forsvarsdepartementet/Forsvarets 
Overkommando, 1992; St.meld. nr. 22, 1997-98). The basic idea of the new management model is that the assigned 
resources must follow the given assignments. The expectation behind this idea is that this will lead to a visualization 
of responsibility for resource use. The governance model within the NAF takes place in two dimensions, 
respectively vertical control and horizontal trade (Forsvarets logistikkorganisasjon, 2003). The governance model is 
based on a division that is that the NAFs units either act as primary sectors or support activities (Forsvarets 
logistikkorganisasjon, 2003). 
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2.1. The NAFs governance model, efficiency promoting- or restraining? 
Vertical control is linked to the relationship between superior and subordinate, and it is taken care of through the 
so-called management dialogue (Forsvarsdepartementet /Forsvarets Overkommando, 1992).  
An efficiency restraining factor may be the challenge of collecting all actors that are necessary to have a good 
management dialogue. There is a principle that authority should be delegated to the subordinate so that they get as 
much freedom as possible. However this should happen without the superior part losing their influence on the results 
to be obtained. Being able to provide clear enough missions in relation to available resources and at the same time 
not micromanage will be a factor that can be efficiency restraining if this is not resolved in a good way.  In addition, 
the constant change in missions could also contribute so that the vertical control is inhibited. This is often a factor 
when a reprioritization of missions as a rule is not followed by more allocated resources. Through the vertical 
control the subordinate is given the task to create a plan for the sector. Here a commitment from the subordinates is 
made to keep within the financial framework and to solve the mission that has been given (DIVØ, 2006). An 
efficiency-enhancing factor may here be that the four guiding principles are implemented to a greater extent than 
previously. 
Horizontal trade is a process that describes the relationship between two equal parties in FMO, respectively 
suppliers and customers (Forsvarets logistikkorganisasjon, 2003). Horizontal trade is an efficiency-promoting factor 
that has contributed to cost awareness and hence better prioritization of resources in the FMO sector. On the other 
hand, it has been pointed out that horizontal trade however, presents some dysfunctional effects. (St.meld. nr. 10, 
2005-2006). It has been argued that the public sector is not about markets. An efficiency inhibiting factor is that 
internal invoicing - or horizontal trade will not work within the public sector. The NAFs simulation of a market 
mechanism within what is referred to as a mono-political organization, leads to that the NAF is trying to do 
something that is not feasible to do (Web 4). B. Hals (personal communication, May 29, 2007) comment that if the 
NAF is trying to create a market without any market existing, we need to have someone who can judge the 
effectiveness of what is done. 
L. Dyrlie (personal communication, May 22, 2007) has pointed out that it may seem that the NAF has introduced 
horizontal trade prematurely, at a time when the systems that were to follow up on this were poorly developed.  
The transaction costs are still too high and the potential gains the NAF have acquired do not yet exceed the costs 
(L. Dyrlie, personal communication, May 22, 2007). T. Fjeldskar (personal communication, May 29, 2007) believes 
that the NAF only conducts half of the governance model, as half of the support activities are grant funded and the 
remaining half is financed by transactions. According to T. Fjeldskar (personal communication, May 29, 2007), the 
NAF fail to define the products that the NAF think it needs. On the other hand, it is claimed that the NAF currently 
possesses a good financial competency through their employees (B. Hals, personal communication, May 29, 2007). 
Here it may seem that there exists a gap between financial competency and the ability to analyze upcoming needs. 
Horizontal trade as a process could provide a lot of efficiency-enhancing effects of the involved vendors (S. 
Holth, personal communication, May 30, 2007). This may lead to a lower hourly rate and thus emerges as a 
horizontal trade efficiency promoting measure. The accounting firm KPMG recommends that the NAF continues to 
use horizontal trade as a concept, but that the actual implementation of this concept should change its focus (E. 
Amundsen, personal communication, April 27, 2007).  
On the other hand, one might experience that it is a lot more work in order to achieve these effects. S. Diesen 
(personal communication, November 13, 2006) has further emphasized that the process of getting a vendor that 
provides a good effect takes time, and that there is a long way to go before the NAF has achieved this. It has also 
been pointed out that it is particularly difficult to determine where the authority should lie (E. Amundsen, personal 
communication, April 27, 2007). This is not entirely in line with the four guiding principles of the NAFs governance 
concept. T. Fjeldskar (personal communication, May 29, 2007) argues that there exists unclear lines of management 
in the NAF and that the introduction of the new ISL cannot be considered a guarantee that these management lines 
become clearer. ISL is an abbreviation for Integrated Strategic leadership which is the NAF new overarching 
governing structure.  
B. Aase (personal communication, May 21, 2007) concludes that the NAF still have relatively little expertise in 
business management. Some of the remaining challenges in implementing the governance model so that it is 
efficiency promoting and not efficiency restraining is probably to create a sufficient change in the attitude and 
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motivation for implementation. E. Amundsen (personal communication, April 27, 2007) mentions that many of the 
managers will not follow the guidelines of vertical control, even when they can do it. The central element of any 
form of control is the quality of the decisions that are taken (Busch, Johnson, & Vanebo, 2002). An efficiency 
restraining factor may be that the individual decision-maker is unable to see the totality of the activities that he or 
she will commit. Furthermore, another restraining factor may be that it is difficult to motivate employees in the NAF 
to reduce costs, as this can limit individual possibilities to allocate resources. It is after all people who will be 
responsible for the implementation of the NAFs governance model. 
3. The NAFs budgeting and accounting process 
In order to achieve the established goals The NAF is required to prepare a business plan (Finansdepartementet, 
1996). The NAFs budget and accounting system aims to make visible the allocation of resources and internal loads 
(Forsvarets logistikkorganisasjon, 2003). The core of all budgeting is to lead an active process linked to discussing 
the discrepancies between the budget and accounting (Busch, Johnson, & Vanebo, 2002). Budget work will thus be 
an important part of financial management and will also apply for the NAF (Finansdepartementet, 2003). The NAF 
is like any other public entity subject to accounting regulations that will ensure a satisfactory record of the ongoing 
resource consumption (Busch, Johnson, & Vanebo, 2002). Regarding the NAFs accounting process it can be 
described as a sequence of handling invoices for payment, claims for payment, period and year-end period, and 
reporting (DIVØ, 2006). In the actual conduct of the financial statements demands will be required regarding 
reliability, adequate information on relevant factors and that the financial statements are revisable (DIVØ, 2006). 
Through the so-called grant regulations a number of principles are introduced for how budgeting should be done in 
the NAF. 
3.1. The NAFs budgeting and accounting process, efficiency promoting or efficiency restraining? 
A budget connects those who make decisions with those who will implement the decisions. An allocated budget 
is an expression of what activities that are expected for a business to implement in the applied budget year 
(Finansdepartementet, 2003). A general efficiency-promoting factor is one will be able to maintain control of the 
resources consumed in the NAF through grants, budgets cost and analyses of deviations from the budget. An 
efficiency-promoting factor has been that the Norwegian Ministry of Defence in the autumn of 2004 decided to 
implement seven major initiatives to improve financial management in the NAF, in addition to the measures that 
have been implemented by the NAF itself (St.meld. nr. 10, 2005-2006). 
A further efficiency-promoting factor is that the NAFs accounting administration emphasizes the control function 
in the accounts to a greater extent than before. This means an improvement so that the control of the use of funds is 
always warranted and that postings are more correct (St.meld. nr. 10, 2005-2006). A further efficiency promoting 
condition would be that the Norwegian Chief of Defence is in the process of strengthening his internal auditing 
process. This will lead to the NAF controllers at different levels will be given an increased responsibility to exercise 
internal control. In addition, the NAF general staff has also introduced a checklist for internal control (St.meld. nr. 
10, 2005-2006). 
The fact that the Office of the Auditor General in Norway has pointed out to the NAF that the number of 
authorization and certification authorizations have been too high can be said to have been a contributing efficiency 
restraining factor in the accounting process in NAF. An efficiency promoting factor is that the NAF has reduced the 
number of the authorization and certification authorizations. An efficiency promoting factor will be to clarify even 
to a greater extent than previously where the responsibility for the various activities should be located in the NAF. 
The collection of business management competencies through the creation of the NAFs accounting administration 
and the NAFs payroll administration has led to a more robust expertise environment and professional environment. 
When it comes to the accounting process, routines have been implemented in the NAF to improve procedures and 
processes to achieve a better invoice flow. Through the introduction of a new payroll system in 2003, the number of 
accounting crates in the NAF diminished. This has helped to clean up and streamline the accounting process. The 
result of this is that the monthly accrual in the accounts thus has become much faster and more efficient. Here it will 
also be important to ensure that the budget is broken down into activities in such a way that one has an opportunity 
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to compare the actual resource usage with the planned resource usage (Finansdepartementet, 2003). This means that 
accounting must be performed in such a way as to provide a clear picture as possible of the resources used and when 
consumption occurs. 
An efficiency restraining factor has previously been that the NAF has not had had good reconciliation procedures 
in their payroll accounting. In 2005 substantial resources was allocated with the intention to implement a standard 
reconciliation routine in the NAF. Through this implementation salary statement is now reconciled every month. 
This has increased the control of and ability to identify discrepancies in salary accounts. Furthermore, a series of 
measures implemented prior to remedy the deficiencies in traceability in the accounts as the Office of the Auditor 
General in Norway proved in 2003. In relation to the accounting for material a thorough review of the materiel 
management in the NAF has been initiated (Finansdepartementet, 2003). Through the increasing degree of details, 
the accounting process in the NAF will probably be more efficient and thus be efficiency promoting for the activities 
being conducted. 
4. The NAFs procurement policy 
     Procurement in the Norwegian public sector is regulated through the Public Procurement Act (Lovdata, 1997) 
and the Public Procurement Regulations (Forsvarsdepartementet, 1997). The act and associated regulations are 
intended to contribute to an increased value in society. This is facilitated by the act helping to ensure the most 
efficient use of resources when it comes to public procurement (Web 6). In addition to being governed by these 
regulations, the NAF has its own regulations for procurement called ARF. ARF acts as both an instruction and a 
handbook for how procurement should be performed in the NAF. In section 1.8 in the ARF there is a separate 
chapter on ethical guidelines and general procedural requirements. In general it is stated that the NAF should act in 
accordance with good business practices and ensure a high standard of business ethics in its proceedings in all 
phases of the procurement process (Forsvarsdepartementet, 2007a). ARFs scope is the procurements where the 
Public Procurement Act authorizes to waive the law, i.e. by military procurements. This exception is a consequence 
of the EEA Agreement, where such procurement may be exempted from the general requirements on such matters as 
tender purchases. In addition, a social perspective will apply that must be taken into account when talking about 
investments and procurements which will be in excess of 500 million Norwegian crowns (T. Fjeldskar, personal 
communication, May 29, 2007). 
4.1. The NAFs procurement policy, efficiency promoting or efficiency restraining? 
     The Office of the Auditor General in Norway has pointed out that the NAF conducts procurements that contradict 
the current regulations (E. Amundsen, personal communication, April 27, 2007). On the other hand, it is precisely 
the implementation of ARF that has helped to control the procurement process so they are in line with the 
regulations. A further efficiency restraining factor may be that the cost and calculation models used do not 
completely comply with the models described in the BAF. BAF is an abbreviation for regulations of procurements 
in the NAF (Forsvarets logistikkorganisasjon, 2003). 
The reason for this is that FMOs internal market is not sufficiently developed to implement the provisions of BAF 
(Forsvarets logistikkorganisasjon, 2003). On the other hand, one may claim that the NAF in a long term perspective 
eventually will approach a cost and calculation basis that is consistent with the external market and BAF (Forsvarets 
logistikkorganisasjon, 2003). 
     An efficiency promoting factor regarding the NAFs procurement policy is that it will lead to a development of 
so-called structural plans. Through the preparation of structural plans one can further add various material plans and 
approve them. A further efficiency promoting factor will be that the NAF uses both known and established 
processes and procedures. This will increase the likelihood that the NAF acquire as proper materials as possible in 
order to solve assigned tasks. The procurement process will involve integrated parallel processes so that the NAF 
can streamline the various procurements while also saving time (Forsvarsdepartementet, 2004b). On the other hand, 
E. Amundsen (personal communication, April 27, 2007) has argued that economy controllers in the NAF lack the 
competence to resolve procurement in the best way possible. A further problem is that the Norwegian army does not 
have a clarified force structure (B. Hals, personal communication, May 29, 2007). This could lead to major 
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challenges in relation to procurement in the NAF. It does not help in any way that one has a set of rules for 
procurement if one does not have a good idea of what one needs. In this way, the lack of a clearly defined force 
structure could be an efficiency restraining factor set against making the right acquisitions the NAF need. For the 
procurement process to work it is important that everyone involved knows which arrangements are applicable 
(Forsvarsdepartementet, 2007b). 
     Another efficiency restraining factor may be that responsibility between the Norwegian Ministry of Defence and 
the FMO seems to be too poorly defined. In addition, there seems to exist a disloyalty, and to few people and too 
many projects for the procurement processes to work properly (B. Linderud, personal communication, May 24, 
2007). The prevailing procurement policy may not be said to motivate that the initiative is taken at a lower level, as 
the system can be perceived as too bureaucratic and rigid. In addition, it has been argued that the military general 
inspectors enter too late in the procurement process, and that this can be regarded as negative and efficiency 
restraining (B. Linderud, personal communication, May 24, 2007). Even with only one provider the tender rounds 
may take a long time (DIVØ, 2006). This could hamper the effectiveness as what in the end is acquired might 
eventually no longer be of high enough quality or timely enough compared to what the NAF needs. Ultimately, this 
could function as an efficiency restraining factor for the NAFs possibilities to fulfill their tasks. On the other hand, 
the NAF has stricter requirements than the public sector in general, for example regarding how to fill out the 
acquisition protocol in connection with procurement. This could be an efficiency promoting factor in relation to the 
procurement process, but may not be enough to promote the effectiveness of what is procured in the NAF. 
5. The NAFs salary and career policy  
In Norway, the Ministry of Government Administration and Reform (FAD) had until 2014 the overarching 
responsibility for salary policy within all government sectors. This implies that the NAF salary policy is subordinate 
to FAD its overarching rules and regulations. Furthermore the NAF salary policy is considered as a salary policy 
which is subordinate to the General Collective Agreement (Forsvarets Overkommando, 2002). A challenge for the 
NAF is that the NAF is an employer that consists of 27 unions, and that these organizations shall by consensus agree 
upon the NAFs salary policy (T. Jørgensen, personal communication, May 23, 2007). The NAF salary policy 
consists of four different salary principles. These principles are that responsibility, complexity, authority and 
competence should be rewarded. Furthermore, salaries are used as a tool to encourage gender equality. In addition, 
salaries are used as a means to recruit, develop and retain qualified and motivated employees. In conclusion then 
work effort, commitment, and efficient resource are rewarded (Forsvarets Overkommando, 2002). For employees in 
the NAF it will be important that the contributions which they supply to the NAF in terms of workload leads to 
received rewards. These rewards will usually be related to salary or career matters considered positive for the 
employees and for the NAF. In a longer perspective will be a positive balance efficiency promoting for the NAF as 
an organization. 
5.1. The NAFs salary and career policy, efficiency promoting or efficiency restraining? 
Through the restructuring that has been implemented in the NAF in recent years, the Norwegian Armed Forces as 
the organization has become flatter. This may have implications for how the employees in the NAF thinks in terms 
of career choices and this can lead to skilled employees applying to other positions outside the NAF. An efficiency 
promoting factor will be for the NAF to facilitate for the NAFs employees to be given the opportunity to have a 
meaningfully horizontal career. Nordhaug (2002) points out that this measure gladly should be followed up with 
advanced reward systems for it to work as an efficiency promoting factor. An efficiency restraining factor may be 
that this solution can quickly become very expensive, and considering the budgets and frameworks that exist, then 
such a solution may be too difficult to implement today. 
A factor that could prove to be efficiency restraining within the NAFs salary policy is the problem with how to 
measure goal performance. The reason for this is that these goals can often be vague, conflicting, unstable and 
ambiguous (Busch, Johnson, & Vanebo, 2002). An efficiency promoting factor when it comes to the salary policy in 
the NAF may be that employees of the NAF have a fixed salary. This is probably experienced as fair by most 
employees (Bragelien, 2003).  
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On the other hand, one could say that since the NAFs salaries are set slightly below the average salaries in the 
Norwegian state, this can be an efficiency restraining factor. An efficiency promoting factor would be to give 
employees in the NAF a more competitive base salary (J. Wroldsen, personal communication, May 23, 2007). A 
high fixed salary instead of using performance-based salaries could be interpreted so that the NAF rewards 
employees for who they are and not just basing salary on the individual achievements that the employees have 
performed, thereby increasing the internal motivation (Kuvaas, 2005). Rank and salary are interrelated in such a way 
that it encourages employees to make a career.  
On the other hand it could be argued that this is only a partial truth, as the NAF has separated salary and rank but 
fail to take advantage of this to a large enough degree (T. Jørgensen, personal communication, May 23, 2007). This 
can then result in that individual employees have less desire to make a vertical career in the NAF, and in the long 
term this may become an efficiency restraining factor, as employees of the NAF will stay shorter in the different 
positions. This is supported by J. Wroldsen (personal communication, May 23, 2007) who has argued that the rules 
of the Norwegian state simply are not designed to keep people in the same position for a long time. Contradicting 
this T. Jørgensen (personal communication, May 23, 2007) has suggested that inflation has occurred in the use of 
rank, and that the NAF should be able to increase salaries within each rank level. 
Furthermore, an efficiency restraining factor can be the fact that employees perceive that there is relatively much 
bureaucracy when their work time regulations shall be recorded. J. Wroldsen (personal communication, May 23, 
2007) believes that a simplification of the existing payroll systems in the NAF must be implemented if the NAF are 
to achieve greater efficiency. When the 15000 employees in the FMO (Forsvarsdepartementet, 2006) operate with 
so-called ESS (Employee self-service) it is appropriate to have simplicity of the systems that are used. The NAF is 
not good enough to communicate its salary policy, and this may in the long term become efficiency restraining (T. 
Jørgensen, personal communication, May 23, 2007). A problem may then be that individual employees do not know 
what it takes to achieve better salaries or what is the most appropriate to do to influence one's career in a positive 
direction. 
J. Wroldsen (personal communication, May 23, 2007) has argued that the NAF have a good personnel policy. On 
the other hand it may seem that the communication of this personnel policy to the NAF employees has been too 
badly executed from the Norwegian Ministry of Defence's side (A. M. Grønningsæter, personal communication, 
May 23, 2007). This may have influenced how the NAF career policy has been perceived by the NAF employees. 
The result of this can then be that the efficiency is restrained through less recruitment to jobs and positions both 
from within and outside the NAF. 
The increasing focus on work tasks that require flexibility and independence could lead to that it will be more 
difficult for the NAF to control the individual employee. A larger possibility for the use of rewards as a governing 
instrument to compensate for this may arise (Bragelien, 2003). On the other hand, an important efficiency promoting 
factor when it comes to career employees in the NAF will be to be committed to developing the NAF employees' 
career opportunities, delegation of responsibility and degree of autonomy. These conditions have been shown to lead 
to loyal, involved and engaged employees (Gould-Williams, 2003). 
The NAFs career policy is intended to provide the NAF employees an opportunity to influence their own work. 
The objective of the NAF policy is that the NAF should have the necessary expertise in the structure that applies in 
both peace and war (Forsvarets Overkommando, 2002). An efficiency promoting factor in this context is that the 
NAF through appraisals with employees tries to motivate and guide their employees. The NAF will conduct a 
systematic planning of training measures and give the individual employee increased predictability. As it is today 
with imposition of service abroad and other services are not certain that career policy acts as an efficiency-
enhancing measures in the longer term. 
6. Conclusions 
By rationalizing the NAFs governance model, budget and accounting process, procurement policies, and salary 
and career policy, the NAF follows the developments that takes place within other Norwegian government sectors. 
With the introduction of the NAFs governance model the NAF has taken a big step in the direction of adaption to 
the market, although this market is called a quasi-market (Busch, Johnson, & Vanebo, 2002). In conclusion it may 
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be said that the NAFs governance model that is largely efficiency promoting, but that it is still a long way to go 
before it works optimally. 
More efficiency promoting measures have been implemented in terms of the budget and accounting process. This 
has led to a stronger degree of increased insight into the ongoing processes and to an increased degree of control. 
Both of these conditions contribute to increasing the overview of resource use and efficiency of the NAFs financial 
management. The introduction of ARF is described as the main efficiency promoting factor to improve all aspects of 
the NAFs procurement (St.meld. 10, 2005-2006). The implementation of a modern regulatory framework such as 
ARF, is thus a strong efficiency promoting measure in relation to the NAFs procurement policy. Still it may appear 
as an efficiency restraining factor that too many procurements is carried out with too few available personnel to 
carry out the acquisitions. Furthermore it can be argued that there is still more that should be done when it comes to 
the communication between the Norwegian Defense Ministry and FMO. 
The NAFs salary policy can be perceived as too complicated and poorly communicated. However, the salary 
policy principles and the use of fixed salary appear to be a clear efficiency promoting factor. Further communication 
and simplification will improve this (T. Jørgensen, personal communication, May 23, 2007). Regarding the NAFs 
career politics this seems to be well thought through. It remains as we see it, however, a lot to do before the career 
policy works as intended. The largest challenges are related to the fact that the NAFs does not seem to be able to 
facilitate and provide enough opportunities for each employee. There are of course two sides of this issue, as the 
employee also must be willing to take responsibility in order to take an advantage of the given opportunities 
In conclusion it may be pointed out that the NAF through the new LOS project (St.prp. nr. 20, 2006-2007) now 
has an overall program that is going to create more efficiency promoting factors related to those parts of the NAFs 
tasks, structure and access to resources which have been highlighted in this paper. This may lead to that the NAF 
could eventually emerge as the modern, flexible and alliance adapted security policy instrument as the political level 
intends it to be.  
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